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Foreword

Over the past two years the Southeast has made significant strides in
teacher training and general staff development for persons working in adult i
basic education and adult education in general., Each of the eight states
in the Southeast (Alabama, Florida, Georgia, Kentucky, Mississippi, North
Carolina, South Carolina and Tennessee) has experimented with various sys-
tems for teacher training.

While there has been some comparability in the various programs, certain

‘states have developed unique approaches to staff development, This book of

readings is an effort to describe these individual approaches to indicate
growth witvhin each state. The key element or thread which runs through the
six articles is growth in relationsnips between cooperating faculty mémbers,
state department of education personnel, and‘ local ABE teachers and adminié-
trators, These growing Irelationships have made planning #nd other cooperat'i'\re
activities possible in this regién'.""

We hope these readings vill aid those in the Southeast and others inter-
ested in adult.education to‘understand the potentialiof a conéerted, cooper-
ative plan for staff training. While there are still many unso»l..v'ed problems
in this region related to ABE and staff preparation, the cooperation and
growth descxiibed in each article made it clear that the groundwork has been
laid for reaching solutions. " We are grat:efﬁl for the time and effort of the

many busy people who prepared these articles.

Edward T. Brown, Pfoject Director
* Adult Basic Education
Southern Regional Education Board '
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Preface

This book of readings is dis/ided into two sectioms, each describing

a specific aspect of staff development. The articles presented came from
each of the original six states participating in the Southeastern Region |
Adult Basic Education Staff Development Project. While there is compara- i
bility between activities in t:ﬁe states (Alabama, Florida, Georgia, Ken- :
tucky, Mississinpi, North Carolina, South Carolina, and Tennessee), the
direét:ion described in these articles indicates a unique state response to
its particular training needs.

This collection of papers is unique because each article was jointly

prepared by a university faculty member and a state department of education

representative with particular responsibility for staff training. This is
an indication of the cooperative links that have been established between
higher education personnel and the state depértment:s of education,

Staff development is analyzed in an introductory presentation. It
attempts to determine what staff developmnt: should contain and who should
par‘t:icipat:e in it, both as givers and receivers.

~

There are three articles on pianning in_séct:ion I. The quadrant arrange-
ment developed in Georgia 1s described as one metﬁt;d of facilitating coopera-
tion between an 'J;nst;itution and the State Department of Education t:o”/;erve ar
particular area of the state. In cont:r:;at:, cooperat:ive_.effort: throughout
the state is the focus of the article on de\‘reloping plans for ABE in Alahama.
In Florida, the unique rel’at:ionéhip between. a local school systen staff devel-
opment person who works along with a university facui_ty member is described

as a mode for determining and then meeting training needs.




Section II describes what has evolved through coordinated planning and
training efforts in three states. The development of adult basic education
capabilities of distinctive types at three institutioms of higher education

in Mississippi points out how responsibility can be delegated to serve both

subject area and geographical needs. The growth and refinement of a delivery

system for local ABE in-service training in South Carolina underlines how
trained teachers can be part of a statewide nét:work for local in-service
training. In addition to describing the evolution of the system, this arti-
cle alsn examines its successes and shortcomings, The final presentation
describes the area where lea‘st effort in this project has been placed--prep-
aration of administrative personnel, Orientation and training of ABE
supervisory personnel in Tennessee is seen through‘ the article on a super-

visor's workshop.
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Introduction

Definitions:
The Adult Basic Education

Staff Development Process

Charles E. Kozoll
Associate Project Director
Adult Basic Education

Staff development is a term like patriotism, everybody supports it,

~

but the definitions are often vague and incomplete. !'Meacher training" is
the easiest synonym for it, but this endeavor includes more than prepara-
tion of personnel working directly with ABE students.

A definition of staff development contains answers to three basic
questions: 1) Who should be trained? 2) What material should be covered
iu training, and what process should be used to transmit this material?
3) Who should do the training? Answers to those questions are also the
content of plans which states, or public organizations in ABE can use f:o
guide training activities., This article will provide some of the answers
to each qdestion and point out .that staff development requires more than
current irregular training efforts, It is mifmt: to provide the backdrop

' i
to the specialized articles which follow-in this book of readings.

The Need

ABE programs are staffed largely by part-time personnel who have little

time to prepare for class, and eveh less time for their own training. The
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part-time constraint means that the limited opportunities for pre- and in-
service programs must be intensive and efficiently organized.

valuable time is wasted if a teacher or coordinator is subjected to
a repeat of basic j.nfﬁrmation when he has worked with ABE students for one
or more years. A sequence of increasingly sophisticated and“‘precise train-

ing activities should be built into plans for staff preparation.

who Should Be Trained

In order to build in sequence, each of four groups to be trained

(teachers, local administrators, higher education faculty, and state depart-

N
-

. ment of education personnel) should be analyzed, 'fhere should be coopera-
tive and complementary action among all of these educators, The acti:vities
and views of any one grolip should effect ail ‘t:he othe:B.

ABE classroom teachers are the basic group. They have direct contact
with studenté and are the largest numerically, ,Theﬂmajorif:y have been pre-
pared to work with elementary and secondary students and have varyi;ng commit-
ments to teaching adults; some may need the extra income, others m§y be
responding to admiﬁis\trator requests or orders, and still others may find
it challenging and stﬁmlating 't:o work wit‘ undereducated adults.

Local coordinators and supervisors are at the next level of importance.
They supervise, comnstruct And design local progrm;, and theoretically select
and train teache;s. As the teachers, they are also likely to be part-time
personnel; their regular assignments may be coaching or a aecondafy level

administrative position in a public school system, Because they lack con-

4 tinuing and direct contact with students, it is possible that their commit-~

ment and understanding of ABE and their responsibilities may be quite limited.

/
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State department of education personnel have broad fesponsibilities
and great influence on local ABE programs, fhey can and do provide consul-
tative services on material selection and curriculum construction. Some
are involved in the planning and conducting of pre- and in-service training.
A third area of responsibility is appearing through state plans for pro-
fessional staff deVelopment: the '"broker' or facilitator of trainihg. This
responsibility is fulfilled by insuriﬂg a process for identifying local
training needs and determining how those needs can best be met (through a

/ local workshop, institute or university course) and what material and human
resources are needed. In addition to performing these varied functions,
SDE staff must have regilar formal and informal opportunities for their own
professional growth.

College and university professors are regarded as the key traiﬁing

resource, largely due to their greater academic knowledge of the broad field
of adult education. They especially need training in ABE, since few if any
of them have ever begn ABE teachers or local coordinators. Their training
should equip them to keep up-to-date in such areas as_learning iaboratories,
the teaching of reading, or material selection. If that is\tmpossible, they
should be equipped to act as facilitators, to be able fo identify individuals
with these specialized skills. This would allow the faculty to facilitate
and organize training, and help with its continuity and evaluation, This
new role would tie professbrs_lessuto specific content in ABE (of which they
may know litfle) and more to the oyerall operation of programs. The ultimate
. aim, however, must be technical proficiency specifically in training teacﬁérs

to use the correct classroom technique, materials and instructional sequence




for individual adult students, not in supplying the broad training designed

for adult education supervisors or administrators.

Training Content

Each of the four groups mentioned require different: types of training.
There is a process which each group should go through to enable each person
' to continually increase his understanding of adults and techniques for work-
ing with "'ad\ults.\

. While there has been some institutionalization of training for teachers,
 that provided for the other three‘groupsfis more random than -sequeutial_;
There have been numerous trainiag efforts each year, but most exist as sepa-
rate pieces not regularly tied to preceeding or following ‘events.‘ Because
ABE program coordinators and other leaders in puhlic education have not been
convinced of the value of training, "in-gervice' is an afterthought. When
it is provided, little thought is given to objectives for a program or how

training should be related to necessary classroom or supervisory skills,

Planning for staff development should underline the necessary sequence
of training and determi.ne what the general content areas should be. The

skills and knowledge which all should have can be placed within these plans.

Planning the sequence of training is essential to avoid repetition and wasting

of the limited time ABE persomnel have for their own development.

Local personnel, especially teachers, should be heavily involved in
’planning and operating any training system since they are tlre recipients
and have definite ideas about the relevance of content and style of train-l -
ing. Their absence from planning takes -the "adult" out of this form of edu-

cation.
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Each group requires different content, based on compgtencies required
to perform the particular job. Determining pre- and ih-service training
needed by teachers is not difficult, but it does take some time and effort.
There are five gem_aral areas that should be covered:'

1. understanding generally how adults learn and particularly how

disadvantaged ad&its learn

2. counseling of adults as it is related to their recruitment and

retention in ABE programs

3. specific skill areaé in ABE--teaching réading, mathematics, social

science, and health skills, for example

4, review and selection of material for use in the élassrooms
5. progra:n administration and record-keeping.
Coordinators require the same basic orientation training, so that they
- will be aw‘.are of expectedAte‘acher knowledge and performance level‘s/in the
classroom, They should have additic;nal competencies to supervise a.ndl
st rengthen staff. This specialized instruction for coordinators should con-
centrate on:
1. developi:ng selection criteria for ABE teachers

2, observation and in-class impro"\?énfnt techniq_ueé g

3. assistance to teachers in review and selection of materials

4. determining in-aérviée ‘t"’raining' needeizb'of te_acherg.

The training foij state departr_nent. of education peraonnel_'ahouldfencom-
pass elemé.nts included for the teachers and;uuperviaors. -AAdminiatration-
has been and remains t:ﬁe_ primary resbonaibility of SDE peréonnel, and there
ha‘s been a tendency among ';hem t6 make minimal program suggestions. Increased

opportunities to attend local, regional and national Atf:aining-:éventa‘have'

11




strengthened their program knowledge. These developing strengths should -

be supplemented by regular staff seminars with outside consultant assistance,
if possible, In addition to exanining aspects of teaching adults and super-
vising teachers of adults, SDE \training should emphasize:
1. criteria for selection and training of coordinators
2. orientation programs for local school superintendents
3. the type of statewide training which should be encouraged
4. selection of ABE personnel to act as trainers to run local in-
service programs
5. the development ‘of consultative skills to better work ‘with local
coordinators. Specialized training for staff which'woq.ld enable
them to perform unique functions should also be considered
Special emphasis is placed on the importance of training for SDE? perv-
sonnel, because this is often neglected. It As assumed that wheén an indi-
vidual takes on a statewide position much of his professional training has .
been completed. On the contrary, it would be useful for SDE staff to exat;in;

their collective assets as related to ABE personnel and move from there to q

definitions of areas to be strengthened The SDE staff then should organize .

professional development experiences ‘to deal with these inadequacies.
Training for faculty cannot be considered in the same frame of reference
as for these other three groups, Thare are two. re‘asons for this. First,k |
it-. is assumed (perhaps erroneously) that with strong g'raduate preparation
behind them these professors will not require the direct basic training
described for the other three groups. On the contrary to be useful among

ABE personnel, faculty may need to be retrained to assume a new role, and

- be given some basic orientation in the complex areas of ABE.. Second there

6
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is an assumption that through professional training and regular meetings
with academic peers, faculty derive a major part of their' in-service train-
ing.

For the faculty members connected with ABE programs certain additiomal
experiences are essential, Most important of these 1is rémar visits to

ABE classes and discussions with teachers and students. These visits will

keep faculty attuned to the interaction between teacher and students, which
is the basis of success in an adult classroom, enable t_hem to spot teacher
weaknesses, and provide teachers with an opportunity to indicate what ‘train- | -
ing _they ne,.e‘d. | ‘

A seco;% requirement is regular work with program coordinatora and SDE

personnel to examine their training needs, and discuss staff performance

problems. Both of these experiences should provide data that will keep the.

courses and other training efforts relevant to ABE teachers, coordinators
~ and SDE staff needs, This .field exposure will also help. faculty determine ) ,
whether they ‘can assume'a teaching role or become a broker or facilitator

e

for other resource personnel.

Who Should Conduct Trainrng }

The most economic rule of thumb in staff development is that all ABE I .
personnel at one time or anot:her are capable-trainers. It has ‘been expedi- R
tious to place the load on college and univer,ity faculty. Their traditional
‘ responsibiiities, university facilities and the mechanisms for giving credit
made this easy. While contributions from this group have been significant,

this dependence hae limited the use of other groups mentioned in thie article
1 o
and wasted valuablea resources, i

s
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SDE staff should act- as advisors to graduate level courses, and be

called upon to discuss ‘how ABE operates in the state and expectations for

ABE student performance. They also should speak at local in_-service activi- m
ties to share their insights on particul‘ar program successes and weaknesses,
and, perhaps on specific subject areas, Through their work with many

programs and individuals, SDE personnel can form an excellent\information

transmittal network, which has not been effectively utilized.

Greater training roles also should be assigned to local r,oordinators
and ‘teachers, The coordinators should have major responsibility for.the
design and implementation of local in-service training through activities
such as staff conferences, orientation of pev personnel and regular class
visitation.

There are other roles which coordinators,".snd teachers can perform:
as resource persons to university courses, and as staff for local and -state-
| wid(e in-service programs. In the first instance, college faculty should
identify and ca]l upon those whose efforts are exemplary in some respect.
Efforts should be made to determine why and how certain teachers and coor-
| dinators succeed 80 others might attempt some imitation. : Secondly, lccal
per,sonnel increasing_ly should assume responsibility for their own in-service
training. | | | P
“ ' When Iocal personnel are nrepared and villing to run their own progrsms, '.
training can becclne less costly and regularly avsilable. ‘ that regard, L

local responsibility for conducting training should be written into job

,,,,,

) descriptions. | S T
Time allotted for trsining“can “vary from s short tvo-hour session to ‘. o

_half_ day snd full-day sctivities.- Scbedules csn bs arranged for local staff

;convenience and more. importsntly, the topics csn be set to neet their needs.
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There are two secondary bejnefits from increased local capability for
staff training. First, the dependence on higher educational faculty skill
is relieved, enabling faculty to become consultants for specialized aasis-
tance when qualified. And second, it will be a boost to the local person' s
confidence when he realizes the depth of his skill and ability to provide |
information which was previously the province of college and university

personnel.,

A\

~

Conclusion
These .'anéiiefs" to the basic questions raised place a'.great stress on
processes for continued training o-f staffvonce-_- certain base co_npetence levels
have been reached. Plans for staff development wh_ic.h- incorporate these .or |
other angwers to the questions-» "ho 'alh‘ould'be trained?" "ﬂhat_is "th_e_ content

 of training?" and, "Who should do’the training?",'_' guide rather than restrict

.
A

. the s‘cope of state and local efforts; Other activi_ties'_" such as orientation,
"I‘on-theéjob»super\zision, periodic staff'con‘ferences, and information exChange
: are'mechani:sms to expand traininé through formal and informal activities.
The ‘quality of ABE classroom instmction in the Southeast has improved ,'
V"because more part-time staff have had some training before and during their

~ work with adul_ts. Successive improvement in the. quaTity of teaching will

be unlikely i'f the same 'pattern of uncoordinated and random training continues-.

ABE personnel who have been active as trainecs and trainers should collaborate

to determine what has been done and what could be done to plan continued

4

stnff improvement. R S "j”*‘ . L.
. . ’,‘ .. . 4

The funds for full staff training vill not alwaya be vailable, but .

there should be an outline which indicates. competencies each group should j

E _s'_;._ “Ion
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peossess; how those competencies can be gained; what training resources
exist; and what should be available, accepted and institutionslized. The
absence of a rationale and details weskens the cave for additional funds
) - . for staff training in this area of education. The absence of accepted.
plans also restrains the development of needed professionalism in this
area of adult education. )
Plans for staff development 'an build the case for training, provide
‘the necessary detail and serve as the lever to gforce regularity in this _
area. COOperative working relations among all participsnts ‘can put the

readily available pieces together into plans. that make sense for ah and

fulfill the desire for impraved instruction and supervision in ABE

>
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Georgla's Quadrant Arrangement: Facilitating
| "~ Staff Development Planning In The Southeast Georgia Quadrant

- M. Brent Hal\ferson
‘Assistant Professor, Adult Education
Georgia Southern College

- Tommie C. Fuller = ‘ X
Adult Education Consultant o L .
Georgia State Department of Education , s

Historical Background

Adult Education/Adult Basic Education in all counties of Georgia was
authorized in 1964 when Title II-lB ,of.. the Economic Opporttmity Act provided j
funds for a statewide program'o.f adult basic education through the ftate
Department of Education. The passage of the Adult Education Act of 1966
greatlj enhanced this effort. In 1969, through Sections 3Q9b and 309 of

the Adult Education Act, state directors of adult education in six Sodth

’eastern states acquired funds for a staff deveiopment project. The project, ’ -
% , .
operated by the Southern Regional Education Board, permitted staff develop-

ment activities to increase from a few top officials in each state to large .
numbers of local system personrel ; __.,f » o o 3 -

As the SREB project materialized Georgia added persons in the State
Department of Education, Adult Education Unit. Punds for further higher |
education institutional developnent in the area of AE/ABE training competen- :
cies also became a reaLity. Consequently, Georgia waa divided into quadram;s \)“/ '_
with one department staff member assigned to averaee each thus decentralizing'

(

state administration of AE/ABE me college or univeraity in each quadrant

\

, was enliated to serve. staff developnant efforta in that quadrant.
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This article addresses the activities and interactions within one of
those quadrants, namely, the Southeast Georgia Quadrant in which Georgia
Southern c_olle’ge'in Statesboro vas enlisted. That anyone fully anticipated

the potential value of this cooperative arrangement is doubtful.

The Southeast Georgia Setting

In 1964, most of the Southeast Georgia coutr ies began AE/ABE programs,
and now that all of Georgia s counties are in compliancc with the Civil
Rights Act by court order, the expansion of AE/ABE programs is proceeding.
This growth has created a sizable demand for persons capable to teach
supervise, and develop educational programs reaching the particular needs
of the AE [ABE learner.

Students wanting to prepare for the G.E.D. test or for regular high
school completion depend heavily on AE/ABE professionals. The TV high school
series over the state educational television netvork is often uaed by the
public schools as a base for directed studies programs for adulta. AE/ABE

learning labs utilizing individualized and/or programed teaching methods
[P

and materials are becoming more prevalent. Teachers in these progrm require '

& !

assistance.

'

'rhe organizational pattern adopted for AB/ABE prOgrana varies with the

area and its clientele. In southeast Georgia, a large school ayaten currently

employs nearly 30 pereona to operate its AB/ABE progran and haa an adult

high school for area residmtr—%szmaHmm—mny achool ayatams..

employing one, two, or naybe three persons to couduct aililar claaaea for

but a handful of aduita. , In another organizational xpattarn,




L TDICAEE I Poatr o Lo v v o b e - - e e Mg e . -

servicing all school systems in the district. Such programs as these call
for the use of adult education methods, techniques, and devices by direct
Y effort or through referral to other existing AE/ABE programs. -

In 1969, a quadrant advisory council was established and assisted in
3 : program planning and staff development. Membership included school system

administrators, teachers, state department staff, and h,igher education staff,

Council members became partners as they guided the development: of quadrant

activities through their insights-and conduct of local AE/ABE programs

Georgia Staff Development Process Modell

The model in Figure 1 is used to clarify the staff development process
in Georgia. The broken lines outline ‘the boundaries of the state, Within
the state, the leadership and resources. for AE/ABE staff development: comes
either from the State Department: of Education, from public school systems, .
from the colleges and universities s*or from related ‘AE/ABE agencies. (See
also Figure 2.) Each of these organizations includes an AE/ABE element repre-
sented by the shaded portion of each agency symbol For maximizing development
of the competencies for viable AE/ABE programs, these organizations and their
'AE/ABE components engage the dialogue -and activities which continuously renew
' coumitments, identify resources, .and develop the leadership for ongoing AE/ABE

programs. The dialogue and activities are expressed as two dimensional arrows

in the model--two directional to emphasize ‘the need for exchange of roles

: and feedback 'rhe interaction of t:hese agencies becomes the locus of most

o staff development activities in the state (the star). The remaining model

element, the two directional arrows extending outside the circle, identifies

the commnication activities of Georgia organizations with regional and

-

national resources.
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This model can be viewed as a sapiential authorit:y model, As des’;cribed
by Robert Theobald, ''This is authority based on knowledge and x;rhich emerges
through true commm:xicat:ion."2 Aslsuming'the staff developqlent objective is
to maximize the effectivenese of each staff development: activity conducted,
the most competent human resources and heurist:ic facilities for the st:at:ed
Aobjective were selected and engaged in the" process, This model emphasized
communication and cooperation between organizations in order to identify

and utilize the best resources for each given task,

~ —“The "Plan" Concept

o

A lot of staff training activity has been gemerated over a short period
of time, Prod'ded by the SREB projec‘t activities, a systematic and an.t:ici-
pated series of staff development p‘rograms"has gradually evolved.' In other
words, each unit, i.e., quadrant or similar division, state, and the SREB
project region, has originat:ed a "plan" As is the case in other units,
t:he Southeast Georglia Quadrant plan draws t:oget:her what has happened and
makes visible t:he process of cooperative effort and etficient use of resources
so necessary #o continuous effective AE/ABE staff training. The addition
of planning, it is anticipated,‘ﬁill continue i:o bolster the level of pro-
fessional competence and comitmeot: in adult edp’cat:’ion whicll has grown in

the state during the past five years.

| Rat:ionale3
A "plan' may describe progress in"deVelOping training and guide future
activit:ies. In ot:her wq:ds, a plan helps trainers and trainees to know what
has been accomplished what mechanisms e.xiat: to maintain t:hose accanplishments,

£

-and what directions sh0u1d be taken,
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The Southeast Georgia Quad’rantl plla"n for AE/ABE professional staff
development serves at least the following purposes: |

1. training resources are identific;d

2, training _act';ivities are related to professional role behaviors

3. and the various staff development activities are viewed as

interrelated phenomena. . | |

Because most AE/ABE pefsonnel are par;:-ﬁimers, little time or energy is
aQailable for professional gro{vth experiénces. - This necessitates pl‘anﬁin;g

and conducting efficient and focused training sessions--focused especially

on present needs however defined, / "

Objectives
. . > ~
The training programs in southeast Georgia stem from ob jectives which

relate to the SREB project aims, Specifiéally included in the quadrant’

objectives are the following:

1

1. to establish close acquaintances with identified AE/ABE professionals
2. to mutually diagnose thosé professionals' needs
-3, to build, conduct, and evaluate trainiﬁg sessions .

4,  to apply and evaluate?AE/ABE pro'ffes:sional persoﬁnel recruitment

strategies

. i .
¥

5. to promote the use of available consultants in AE/ABE tfaiﬁing' :

6, to sell credit stu?d‘ies in AE/AﬁE ~ | T |

7. to consti;uct;, conduct, ah’d créltiﬁde cred.it': ‘_andnon-crt‘adit 'trair;ing?'
content and method - L B R 7 .' ‘

8. to locate accessible and appealing sites for aﬁaff déwiélal'opmgnt_;.

sessions ' : ' :

LT ML 9 NPT e AR e
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9. to establish, operate, and evaluate special training projects

in AE/ABE.

Related Components Of Staff Development Processl'

The described quadrant: objectives framework is, as previously indicated

i

e

related to the SREB project aims, i.e., higher education and continuous .

t

consultant capabilities, state department and local in-service staff develop;
‘ment programs, and regional institnte and technical ervices programs. | | - .«
’iPicturing a conceptual scheme for viewing the components of the staff develop-
ment process in meaningful relationship is possible. The flow chart f
presents suggested relationships to be fostered for mafimizing the
p returns of the agencies, personnel, ‘and the staff development activities
themselves. (See pages 22 and 23.) | |
: * The flow chart identifies behaviors to be, internalized or improved and.
the persons . for which those behaviors are most appropriate. In addition,
the level at which responsibility for training reasonably lies is identified |
Here, the classifications are quite general (state department, college, or
local). Finally, for each specific behavior, the typical kind of training
! is suggested., Again, the categories‘ are inclusive rather than exc_lus_ive
types (P - practicum, v - vi_sitations, w - vorkshops, C - credit cour_s_es,

§

ALL - all types). . S

-

-The flow chart is a representetive ssmple of the major behaviors -to

be internalized and the means. for c‘onducting training“ scti-vities._ The list,

_ which is not exhaustive, designates those with grinsg responsibi,lity for
behaviors and training. Primary is interpreted ss initisting-type rsséon-

sibility. Secondary responsibilities, however, vould involve other listed

>
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Products And Potentials For Transfer What? Where?

- simply that of improving the ongoing programs of adult education over the ‘ ' 4

per et

personnel The scheme sewes ag a guide to the selection of staff. develop-

. e ) \751 v ] -
ment training activities to meet efficiently and effectively the needs of
e R g T . - :
southeast Gg.orgia '8 adult educat’brs. N '

P & . . P
EY s -
et ; -

_ The Georgia Quaarant Plan could probablv serve as a model for organiz-
ing AE /ABE’ programs in any state. Obviously, it would not be accepted and
applied without adaptations which take into account variations in setting,

system structure, and conmmnication/decision patterns. "l‘he""purpose'“is

state through a threefold program of in-service 'education. This program
is designed to develop competence to teach credit courses in AE/ABE in the ' J
four institutions of higher learning, go work with local school districts

&

‘in a continuing program of in-service educaticm for the AE’ABE program, and

to build better cooperation between government agencies in providing services
to the adult'learner. A valuable by product is developing college programs . .
on a quadrant basis to. provide continuing consultative he1p as’ well as train-

ing programs for the ‘adult education programs in- Georgia. “

Perhaps some staff coments and illustrations would be in order. Many

of the coordinators and teachers in southeast Georgia have\ expressed their

| pleasure in this type of o ganization. The coments range from “I get a '

» Ly R
chance to 8ee somebody from he state office more often“ to '_"l'_ hﬁ -service S

L]

and credit courses have been helpful in strengthening local programs."_ e

Apparently, the cooperative relat' onship that exists between the State Pepart- K
. _,,.. W e / é\ .
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LEVEL TYP-

- REIATED C(HP(NENTS OF STAFF DEVELOPMENT PRGIESS {| ICALLY RE-|| " -MOST .

SPONSIBLE || APPROPRIATE

SPECIFIC BEHAVIORS TO BE INTERNALIZED AND/ PERSWNEL FOR WH(H BEHAV-|| FOR TRAIN- KIND OF
OR D{FROVED S _ IORS ARE MOST ESSENTIAL || ING PRO- TRAINING

R | R GRAM " || ACTIVITIES
| | TEEEREEEEE Y g B
‘ : g mla |8 >lo »|e g o — B
- ole &':Sg ;nm - Ki R .
: rwl~ | mle m] ool 0
= CEEFTE |
; 2 I8 B}
r |o
. - ) [ §
Promote & issue news releases and fnforma-|| | [ , ‘
tion publicizing adult edpcation act:lvi- 3 x €1/ Ml PV
N ties ' 1l .
Officially represent SDE - ]l x R O | VA ALL ,
Identify & offer outside resources to x |'x 1 W71/ Hov-w T
* meet training needs - : :
Develop activities which promote broader
adult education opportunities, i.e., . 1x . W7 17 V7 |} ALL:
_ superintendent meetings, adult education 1 : . 1 '

.+ councils, community ‘school projects

! ' Negotiate and accept contracts or memo- ‘ ‘ : : . ,

! syandums of agreement for internships, N x lxlx ,h v, ALL
demonstration prograns, research\; staff ‘ : ' = -
development traini —

' Develop grant applications for demonst:rs- 1 o _ o ,
tien or training projects within selected' x. x| x- x|l/.1/ P W
systems _ ‘ 2 - fom
Foster and plan comprehensive program IR N A B | _
planning and training for large geogra- ~ x. | x : <1/ 1/ ALL
phic units e o ] - ‘
Conduct 1nst1tutes & wnrkshops x X A/ ;| W-P
Conduct credit classes x i Nyt 17 AL L
Set up demonstration»pr’ojects x x i1y V.}- W
v1sit egencies &lmel systems ‘x RRYE V- P
Write professionnl uterisl x VR, "I~ c
Act as headquarters for sehedulins, plln- : N I ' | I L
ning, and conducung ares auff-t:raining e =<t 1 1.1 ey P=W-C
aActivities.. : S R R N 3 EE S R | KN : 1
Initiate new programs t:o neet dileovered IR P P R I i /. 17+ e VW ' :
training needs B e R R I | S A I | I
_ Be an example of eontinued pmfenionll = | x| ==} ={={l2T]0 Ve Xk -
rowth launed lear ) | I S I SR el 5= R | AN ‘
Aid develop-ent of systen plsns I | B \ =1 ) 1) <]l ALL
Accept county & seperat:e systea plmn I | R R RO DR A N RS e B '.7?""- W
Plan snd announce annuel schedule of | O et ‘5;_"
training activities i ¢ oo W T e o pre e R Sl
. Administrator official systu reports, N =l N O X | BV B N AL L
' ersonnsl requasts, etc,. RIS L
Utilize local persotinel, methods, & e A B IR N | O B el GEE
materials in moin; eluus or aetivi.- S HEIEIEIES R ERRA /I || B-W
t:ies P A TS e R NER O | R I N | .
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e ‘ , LEVEL TYP- :
RELATED COMPONENTS OF STAFF DEVELOHIENT PROCESS ICALLY RE- MOST
" SPONSIBLE APPROPRIATE
‘ SPECIFIC BEHAVIORS TO BE ]NI'ERNALIZED AND/ PERS(NNEL FOR WHOM BEHAV- ~FOR TRAIN- KIND OF
OR IMPROVED IORS ARE MOST ESSENTIAL ING PRO- TRAINING
- GRAM ACTIVITIES
. alo rnlo »ihk e eio wl o
,%asssﬁsﬂaEgA gl g &
€ ~a n>la >le =l op
EeE ERREMERE | & 7
Z8E BTRTI CRE| |9
B
" |o.
o " |
Develop local system plans & schedules of x /1] P-W-2C
in-service & pre-service activities
Request aid of SDE consultant and college ' X /1] P-W
personnel for needed assistance - . '
Foster participation of personnel in local, . A
state, regional, and national training and x x| x [/ _,"L L
professional activities ‘ .
‘Engage in persomal aharing activit:iea with §f x | x| x| x 11/ " AL L
colleagues _ . ‘ ‘ 1
Forward requests for 1nst1tute and work- %x | x 171 P - W
shop content - ] ' ‘
Participate in local system in-gservice x|l x| x ] ALL
.activities for staff development » : '
Aid local systems in developing staff . : o
training activities which build toward x |/ W-¢
broad training objectives _ _ i . -
Read and utilize published proceedings of x x|l x! x| x /- W-¢C
workshops and ‘institutes , i -
Request and utilize outside technical _ |
. services for activities having greateat x x| x A ALL
- need and widest application: : s “ - .
Identify through surveys' & field: activi- x | ! x / ALL .
ties needs for technical services : 4 . Tl
; |
- b
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ideas and infomation exchanged by' the college and state department are’
: considered very carefully by both parties before specific action is taken.
Similarly, the college serves as a place of training for the state consul- ot —

2 tant in many ways, such as providing information on what has been done in

‘other places on certain matters or what procedures seem to fit certain

situations. Consequently,‘ the consultant is given guidance in planning

strategies for adult programing in the quadrant. C R o o ) ]
_The state consultant is directly reeponsible for the AE/ABE program C .
in the quadrant, He helps develop new programs, accepts and oversees budget

' administration, accepts new local personnel recomendations, ‘and receives

reports of local activities. With these responsibilities in mind,. visits L U

are made to all of the school systems in the quadrant to asseds needs and
vants from ‘local AE/ABE coordinators, teachers, and adults. 'rhis informa-

tion is shared with the college personnel and makes 1t possible to develop

!

training courses or activities relevant to the needs and wants of the people...

. Y

The- state const.ltantr therefore, represents an information channel between
r S

the local adult personnel and learners and the college. :

" Several specific products and - potential outcomes of the quadrant inter- S 0

actions have been evidenced. Although reference to them haa been made, some -'
of the more prominent producta are. enumerated as gollows-' |
| l. An increase in- AE/ABE enrollment haa occurred. A .
2. A 7uadrant plan for ataff development 1. being developed and revised.
3, Adult education teacher certification standards have been approved

for Georgia. |

4o A master's degree in adult education at Georgia SOuthern COIlege

bas- received approval fron tha Georgia Board of nagents. .' S e




5. A monthly AE/ABE newsletter is distributed in the quadrant through

Georgia Southern College.

6. The First District Shared Services Program added an AE/ABE specialist
to its consultant staff to work uith school systems in the First ’

~

Congressional District. . o ‘ .
7. AE/ABE advisory committee memberé have represented the quadrant
' in state and regional staff development and professional associa--

P tion activities,

}" o} 'Simil_arly, many potential.outcomes are becoming visib,le, such as- - ¢

1. _Selected public school systems may cooperate in- intensive field
laboratory experiences and proj:ects‘:hich establish stronger pro-
,grams and test staff development activities.

24 Sunmer workshops in ABE.on specialized topics are scheduled in the
state for 1971 For example, Georgia SOuthern College and Albany .
State College (from another quadrant) will co-host ailearning center
operators workshop.v This thrust could be contim.ed in’ future years.

3. Q ,A demonstration learning center may be developed at Georgia Southern. '

It could serve as a statewide tnpining resources center.

~ *  These 1ists of products and potential outcomes could be. extended. !.‘However,'

. -
o

| ’they do point out benefits of the quadrant plan concept. T
| . By way of overview, the staff development process for AB/ABE in Georgia

can be deacribed according to organizational structures and the rela,timships .' Y

F

| between these structures. The primary organizational etructpres are the '1

o

State Department of Education, public achool systems, colieges and tfniver-

sities, and related AE/ABE agencies. A lot of activity in adult programa o
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has been generated over a short period of time The Southeast Georgia Qua-

drant Plan draws together what haa happened and underlines the process of

cooperative effort and efficient use of resources 80 necessary to continuous
\
a.nd effective profeasional staff training and development, The addition

_ of a plan and planning will continue to enhance the level of professionalism

in adult education which has grown in Georgia during the past five years.

\
\
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NOTES

1 . -
lirent Halverson and Filton Bonniwell, ed., "Southeast Georgia

Quadrant AE/ABE Staff Development Plén, 7/1/71-6/30/72" (unpublished
planning document, Georgia Southern College, 1971), pp. 13-15, :

2pobert Theobald, An Alternative Future for America II (2nd ed.,
Chicago, The Swallow Press, Inc., 1970), p. 76. . -

3mpdult Education Staff Development Plan"for the State of Georgia"

. Q(L'mpubl'ished document, Adult Education Unit, Georgia State Department of -
. Education, 1971), pp. 3-4. ' : o

4Ha]_.yerson and Bonniwell, eds., ""Southeast Georgia Pldn," pp;_ 17-19,
and "Adult Education Plan for Georgia," pp. 5-6. : _
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Cooperative Efforts In Developing Plans For The ' . _
Adult Basic Education Program In Alabama - ; '
Hsrry E. Frank
' Assistant Professor ~
Auburn University
Leon L. Hornsby, Consultant )
Adult Basic Education Section .
Alabama State Department of Education : ‘a
' James H. Mason, Jr. | . |
Graduate Assistant . o
| ~ Auburn University ' '
Introduction )

The: development of any program on a statewide basis is a complex net-

- work of plans, stages, steps and actions--all interrelated and vite l to the
success of the program.' The development of the Alabema adult ‘basic educa- |
.tion (ABE) program was no exception. During the past five years, the program
.has progressed through at least two distinct stages and is presently in the
midst of the third stage. Each stage is more complex than the preceding .
stage, with interactiona of staff and - "grassroots" personnel more numerous B
.and important. This article will attempt to trace the development of the |

. ABE program in Alabama, spotlighting the cvents leading to the cooperative

efforts and total involvement of the ABE personnel, state ABE personnel and

_university personnel in planning ABE programs., = - S .
"InitialStag o T R

The genesis of adult basic education in Alabama is unclear. Until the

X

middle of the last decade, however, adult basic education in Alabama was

K]

!
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confined primarily to‘volunteer classes condﬁcted by members of the Federa-
tion of Women's Clubs of Alabama. Even though t:}he classes were few and

the volunteer teachers unpaid, these gallant ladies were gaihing valuable
knowledge of the adult learners and insight into the needs of the illiterate
and the indereducated adults in Alabama, This information would prove even

more valuablé in eétablishing the present adult basic education program in

~»

Alabaﬁa.

"punding of Adult Basic Education, especially by the federal govermment,
has led to the involvement of many state departments and local school systems
which previously lacked staff. resources in Adult Education.”l

Dr. Paul Sheats' comments al;tly gumnar‘ized the mﬁolvement of the -
Alabama State Department of Education in a;iult basic education. When federal
funds were appropriated for ABE in Alabama, Dr. Austin Meadows, then State
Superintendent of Educai:ion, and Mr. Norman O, Parker, also of the state
department, met with the Executive Committee of the Federation of Women's
Clubs to gather information on the types of classes being conducted, target
population and needs of tﬁe learners. The information proﬁded by the federa-
tion t'hro(xgh the planning sessions led to the development of the Alabama
State Plan for Adult Basic Education. Robert Luke has said, '"While each
program agency may inter-depend with others in the total structure of adult
education, each has itc own history, its ovm clientele, its own administra-
tive pattern, and--to some extent--its own professional soc:i.et:y."2 This
new ABE program expanded from the cradle of tbe federation and united with
federal funds to reach many adult learmers.

The state was quick to respond. Professor Herman T. Pruett of Auburn

University, in cooperation with the State Department of Educatiom, fnitiated

30
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adult education training for teachers in Choctaw County, Alabama, while
tra:lning of state department petspgnel and other key ABE personnel was con-
ducted at regional training institutes by universities utilizing U.S. Office

of Education (USCE) funds.

Deveiopmenta'l Stage

Using the state plan to govern the operaf;ion, the State Department of
Education began looking to superintendents, supervisors and teachers for
ideas on initiating ABE program‘sm:in the stat:;. | The éc;nceét of cooperative
planning was 'prevaient even in the program's infancy. This cohcept bears
out one espoused by Malcolm Knowles: | |

"There seems to be a law (or, at least, a tendency)
of human nature that goes like this: Every individual
tends to feel committed to a decision (or an activity)
to the extent that he has participated in making it
(or planning it)."3 ’

In order to have people committed to the .program it was mnecessary to
involve them in the plamming. During this time it must .be remmiaered that
very few indeed, if any, teachers in Alabama had formal training or college
course work in adult basic education. A whole new field was developing and
it was necessary to make as strong a foundation as possible.

The purposes of the planning sessions involving the superintendents,
supervisors, teachers and state department personnel were to:

1. Survey the situation that was to be changed or improved;

2. Translate the educational needs of the target populatiom into

educational objectives;

3. Plan for learning experiences and their implementation to achieve

~

the desired objectives;

31
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4, Plan for the evaluation for the accomplishments-of-the.pro- - -

gram,

Because of the lack of experience of the personnel who would be

administering the programs and those who_would be teaching in them, it

was necessary to plan and conduct workshops throughout the stater‘in an
effort to assist local school systems in initiating an adult basic educa-.
tion program, Representati\}ea from publiahing and equlipment companies
assisted in the initial efforts to acquaint the systems with adplt educa-
tion materials and hardwvare. During this time, some personnel attended .
teacher training institutes and gathered many ideas and materials in
working with disadvanfaged adul’ts. Later these teachers, }ocal supervisors
and state pers;:mnel made plans for pre-service dnd in-service workshops for
those systems that wqdldrbegin ABE programs in Alabama. The pre-service
workshop dealt with ’-g;heral information about adult learners. The general
information was also carried over into the in-service workshops.

Even though the initial workshops were well received and seemed to
generate enthusiasm for the program, the efforts were not enough. Teachers
needed to know move theory, more methods and techniques for teaching adults,

It was about this time (1969) through funding from the State Department
of Educatﬁn (SDE) and the Southern Regional Education Bbard (SREQ) that
Auburn and Alabama State University began offering formal courses and insti-
tutes for training adult Saéic education teachers. During the first yecar
of formal adult education courses, the universities tried to reach as many
differeut ABE teachers as possible with two-week institutes and formal courses.
The success of these initial efforts was 'gr_a.tiigjing but there were many ABE

teachers who did not participate in these educational experiences.
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_The. SDE ;Ln the meantime. had been utilizing the expertise of those s

teachers and supervisora who had taken formal adult education courses, A ' ;

group of 14 ABE. teachers and supervisora, the State Department of Education -

s

ABE staff and an SDE reading consultant met and worked vigorously to develop
1 _ a curriculum guide to be used by the ABE teachers and superviaora atatewide._
The state planning group,*with a slight change in compoaition, was utilized

to establish and 1mp1ement the plans for the SOuthern Regional Education

| Tatme amage s e - mma

Board project in Alabama. With:the’ 1mp1ementation of the SKEB project, a

small amount of the developmental stage of Alabama s planning remained and

was.extended into the expansion stage.

] Expansion Stage
By the time the program in Alabama reached this point, it was quite

3

a2 Lt wagas

L obvious that the most effectiveprogr_ama in ABE are those developed through

L. erg s

the cooperative planning of local, state and univ'era:lty_pe‘rsonnel. Total
involvement of personnel from the 'grassroots' level through the top echelon

of the SDE is the key to successful plamning.

There are many factors which contribute to conditioms conducive to

LT o DYICRET NS - - ST ES T .

¥z cooperative planning efforts. One such factor, and a major strength in

f planning, is the common learning experiencea of the personnel involved,-

f Halpin states that similar learning experiences are related to similar per-
ceptions which in turn are related to similar actions.“ In program plamning,

theoretical concepts are often based on the perceptioms of experts; conse-

1 quently, the primary concern in the cooperative efforts of planning in

Alabams has been the fact that by similar leaming expericnces, the planners

are able to look at the problems to a greater depth than others without

aimilar learning experiences,
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- There-are-numerous-agencies that-have provided opportunities-for '

. if

1)

common learning experiences. One such agency is SREB. It has provided:
numerous workahops,' seminare and funds for summer inatitutes that have

provided common 1earning experiencee fot personnel at a11 levela. Two

.- outstanding aeminara vere held in 1970 at Daytona Beach, Florida, and New

Orleans, Louisiana. These seminara wvere designed to provide in-urvice

" training and planning experiencea to foatet the professional growth of

state departmente of education, univetaity and local AE/ABE ataff -ad:ara.s

One of the more recent SREB workshops, conducted in rebruary 1971, vas

’ concerned with the planning of in-service worklhopa. During the three daya’

of the workshops, the participants, using adult educatiorn techniques, were
actively engaged in a11 phaaea of a workshop and they extracted genetaliza-

tions which were used in their owm . situationa. The technique of involvement

of the learner was much more effective than 1f Dr. Knowles had outlined,

" through a lecture, the various steps of "how to set up & workabop".6

Summer institutes sponsored by SREB and the Alabama State Departnent
of Education have provided not only formal course work but interaction and
the sharing of ideas of participanta, many of vhom have, since their fitat

— .

adult education experiencea, gone into leadetchip positions in local pro-
grama. .

Formal adult education courses offered in state univetaitiel have reached
hundreds of teachers, supervisors, directora and state department personnel
as well as junior college personnel and university undergraduates and graduate
students. These 'core" courses in adult education have provided the parti-

cipants vith a common base fron which to work in plamning efforts, There
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_two-year period, more than 1, 000 psrticipsntjs have shared esperiences.

, coopereti»e plsuning is recognitiion and utilization of the expertise found

hsve been more than 956 enrollees in edult education courses at’ state | in-

"stitutions during the pe_stvt:wo_yeers.,

The participation by ABE personnel has been equally phenomenal in state

workshops and summer 'institufes. In ten spring workshops held during a

Many of the psrticipsnts in the first yesr of workshops slso psrticipsted
in the second workshops held this year. 'rhe wajor point is to show that
an increasing nunber of the ABE telchers and supervisors are psrticipsting

in the workshops.

A sec(md major fector vwhich contributes to conditions conducive to

i

AN

in ABE personnel at all levels.
| L A planning committee cowposed of the SDE ABE stsff, university adult ,
educators, grsduste assistants, ABE teachers and supervisors from s11 geo-
graphic areas of the stste, ‘has been established to pisn snd‘“revise plans ”
for the stste's sdult basic educstion program, This committee m’?&ln
functioning for two years and is continuing its duties throughout the rest - (
of this year. It: has ‘yorked at revising the state plan- for 1972 with further""
refinements made st the SREB workshop in May, 1971, _

In planning for the spring workshops, university personnel utilised'

the expertise of area ABE supervisors, local supervisors, local teuchers

and state department personnel. Underlying this more cooperative effort

was the involvement of the personnel the sprin; wotkshops affected. All

ABE teachors and supervisors in t:bs state were contacted snd asked to respond /,_.;
to a questionnaire relating local needs and problem areas that needed i—edi- ‘..!.
ate attention and areas that needed attention for the 1971-72 year. An 3 f

.. . [ . ’ 2 :“

[}
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am‘ 67 percent returned the questionnaires with extremely ueeful infor-
‘metion for planning the- worleehope. After the reenlte of the queetionneires
were tabulated, planning eeuione inleving key teeehere, eupervieore, SDE

.personnel end university pereonnel were held, The workehopc were designed

to meet the needs expreued by ell personnel in four geogrephie areas of
the etete. More than 75 percent of the ABE teachers and supervieora in the
state participeted in the workehope. This bi;h p“rcentege of perticipntion

JR—

indieetee the willingness of teecbere to pertieipete in eetivitiee in whieh
they heve ‘had a part in plenning . |
| . Aa the ABE progren expende in Alebul, more glene are neceuery for
Aexeeution and evaluetion. The plans must have. flexibility vhich ellowe them
to be adapted to locel eituatione. The Stete Depertnent of Eduention is
operating on the euulption that good planning depends on three factors--
- namely: personnel for (1) plnnning, (2) exeeution end (3) eveluetion.. '
These factors involve 'pereo'nnel. With more personnel with similar lenrning

experiences, then einiler perceptione of problene should lead to a better

and more comprehensive ABE progran in Alabana,
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staff Development In Adult Baeic Edueation
A Cooperative Effort Between County And University

B : ~~‘r:
Robert E, Palmer ,
Associate Professor, Adult Education
University of South Florida

 Thomas Scaglionme
. Staff Development Consultant
Hillsborough County

Florida's State Plan for staff development under the Regional Staff

_Development Project. provided for a near ideal vorking relationenip betheen

the university and a county's adult education program. The unique feature

that did much for the cause and effect was the provision for a full-time

staff position at the local level to develop an in-service teacher!\ training
program in conjunction‘ wlj.‘_th a}univereity. The Department of }.‘dueation,
the university, andlocal ﬁ&:@f’mu- education edministrators.and teachers
had long known of tne so-called commmications gap between their three
reepective agencies relative to staff development in genexal and teacher
training in particular. Indeed the project was conceived to help f111 this
void. The new position, a kind of liaison planner, vould allov a person
to devote full time to planning and coordinating teacher training between *
the county and university. | |

Mounting 1ntereet and enthusiasm and expanding in-service training in
the period of a little more than a year since /thi.e_poeition was filled would
appear to indicate it has in some measure prenided the missing link needed

to successfully bridge the gap between university and county. . In any event,
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thia seems to be the cagse in Tampa where the projeet is considered to have

made a significant impact. Hillsborough vaa one off two counties selected

~ for this more or lessa experinental approach because of the size and diversity’

i

of its adult education program, because of the cooperative ‘attitude of the

| administration, and because the Univeraity_of .South Florida, vith a repre-
|

aentative of the project on the faculty, 18 located there. - o

J ]
'rhe spirit of cooperation vas manifested early when the director of

adult education included the’ University of SOuth Plorida faculty repreaen- | o
tative on the acreening. comittee to evaluate applicants for the position
of adult education etaff developnent coordinator. The peraon selected vas
conpleting his master's degree in adult education at the Univeraity of South
Florida, and had already begun to establish rapport . vith members®of the - .‘ - ;‘
faculty. - ’
Shortly after his appointnaent, four learning apecialists joined the

county adult education staff. Their job emphasis was to asaist teachers
in the areas of English, social studies, uath "and science. Uith more than
80 Adult Education centers in the county, it ‘soon became evident to the staff o
that coordination of their teacher assistance and training efforts vas a. o
"natural" vithin the umbrella of staff development. The new coordinator
assuned this responsibility along with the davelopnent of the overall plan
for adult education staff development in the county.

~ Through hasty but frequent exploratory brainstorming sessions batveen
the director of adult education, the ataff davalop-ent ‘coordinator, and the
university faculty representative, a revised and expanded job description

—

for the staff develop_unt coordinator evolved. In addition, and cloaaty . &




related to the job description, tentative guidelines were estahlished‘t_ow'
' initiate a short";- and long-range staff development plan”~for the county. .
‘One such guideline was the deciaion to involve as many key people as possible.
An ad hoc coulnittee made up of the director, two supervisors, two coordi-
nators, four teachers (learning specialists), the. univcrsity lepreaen*ative?
and staff development coordinator vas established ‘to assist in the formula-
tion of a plan. The coordinator uaually called and chaired the informl
meetings which provided much input for his planning process. Heui:ers of

the committee also met separately on occasions to work out ‘in-service prob-

’ lems--such as scheduling, credit or- non-credit offerings, but reaue,pi:led

for coordination at least once a veek for the first two months of initial

planning. The staff development coordinator and university representative

have met on an average of once a week since the inception of the program.
l:he plcn that vevolved was nanv faceted hut sufficiently flexible-to

accomo_da_te the d,etnands of a changing, .dynamic county adult education program.
It involved virtually ev’ery teacher and administrator in the county to sone
degree and‘ in some manner. While much is still unwritten it essentially .
\delineat:es_ the procodures (how will it be done) and responsibilitics (wvho
- will do it) of what will be dome. -'

During the spring of the first year of the project (1970) a survey of
the 316 adult teachers in-aervice training needs was made by the director
of adult education to determine what vill be done. While this proc_ess“gas
not new, the adult’ education ad-inistration had béen for some time heavily

oriented to teacher training, it was the first time the survey was made vhen

sufficient capability 'vac available from the nearby university.




—--—The result-was—the planning -for-and-eventual -implementat fon of 8 gix~-— - -l

week credit workshop in the' aonlner on curriculum and materials development
in adult general education (includes adult baaic education) involving 59
teachera. The following sunmer (l97l) the program was expanded to \i;;:l.nde
three different credit courses (two outaide the adult education department)
involving 100 teachers. The director of adult educationm, the coordinator
of staff development and the university repreaentative collaborated to
obtain the servicea of a reading apecialist and two" cur,ricultm specialists

from the univeraity.

Credit courses have been conducted off campus at one of the adult edu-

cation centers in the county each quarter fo_r the past two years. A schedule

of courses has 'already been approved for the coming year.- The enrollment -
average is between 25-3O persons--mostly teachers in the llillaborough County
system, ) “

The non-credit individual and small group teacher-training seaaiona
conducted throughout the county by the learning apecia_liata,‘ataff develop-
ment coordinator, university representative and other county and-atate adult
education administrators and a_uperviaora are too numerous for an exact count,
but the coordinator has on record some 435 such contactl and sessions for
the past fiscal year.- The sessions involve a variety of mixing of the above
personnel to accommodate éi.a many specific needs. ~ From the above, it\ can’
be seen that the coordinator has a tremendous job of logistics and strategy

in order to keep the commmications lines oiien and*“nintain a semblance of

order.
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The county, under the leadership of its present director, has always
had one of the strongest in-service teacher-administrator training orienta-
tions in the state. Much of the cooperation experienced was a foregone
conclusion. The director is in the process of completing his doc;torate.
Seven of his administrators and an undetermined number of his teachers have
just completed their master's degrees in adult education within the past
year at the University of South Florida. Virtually all of his teachers who
have been in adult education for at least a year have had a course in adult
educatjon. Dozens are working on their master'f in adult education. The
attrition rate of hic. teachers is probably the lowest in the state. The
director and university representative have been professional colleagues
in adult education for 20 years, working closely in a county-state relatiom-
ship for 14 years, and : ‘unty-university relationship for the past two years.
These facts are not meant to deny the impetus provided by the regional project
or the efforts of anyone involved, they are merely to indicate that a desir-
able climate already existed and that considerable time and effort normally
expended in establishing such rapport could be directed to advantage elsewhere.
The local capability of Hillshorough County as a result of the project
impetus, including the superb county-university relationship, has reached
the point where a minimum of contact, especially in terms of planning, is
necessary between the county staff development coordinator and university
representative. While credit courses and non-credit workshops and short
{n-service conferences still should be in the offing, it is doubtful that
the time-cousuming, continuing consultant function would be most expeditiously
used in this county. It is too vitally needed in counties in the process

of initiating and developing in-service training programs.

Ly
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It is apparent from this experience that a full-time staff development
coordinator is a real asset in assisting with the upgrading of staff at the
local 1level. 'i'hls i{s particularly true in identifying specific needs of
teachers and interpreting these needs to the university and others who may
be called upon to help. The local staff development coordinator could

indeed be the key to realistic and satisfying staff development in adult

basic education,
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SECTION TWO:

THE RESULTS OF PLANNING
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The Development Of Adult Basic Education
Capability In Institutions Of Higher
Education In Mississippi

Bonnie Hensley
Media Specialist
Mississippi State Department of Education
Don Seaman
Assistant Professor, Adult Educaticn
Mississippi State University
Adult basic education capabilities at institutions of higher education

in Mississippi have evolved primarily within three institutions--Jackson
State College, Mississippi State University, and the University of Southern
Mississippi. The unique aspect of this development has been the combination
of (1) areas of specialization within each institution and (2) the geographic
location of the institutions involved. In order to describe this develop-

ment more {1lly, the programs of the three institutions have been presented

separately.

Jackson State College

Jackson State College, located near the center of the state geographically,
is able to conveniently serve teachers located there. The adult basic educa-
tion responsibility has had ac its major emphasis the training of new and
inexperienced teachers. Plans centered around giving teachers insight in
the adult basic education classroom so that they might better deal with adult
students,

Graduate Studies Program - A program exists whereby studet;ts may gain

a master of science in administration and supervision with emphasis in adult

47 ’
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education. With two prospective professors in adult education, the consent

of the graduate council for establishing a department of adu#t education
is being sought at this time. A ..

A general adult educatiom class, Commnity Organization, is being
of fered on t'he undergraduate level with the idea that it ‘will introduce
adult education as a possible field of study to t!_xe unde'rgrnduate student. |

Courses are offered on a regular basis that relate adult education to
content area subjects. Students enroll in t;eae classes as part-of a
qraduate study program and for sel f- improvement and certification. The
class composition is not limited to adult basic education teachers. The
classes also include representatives of fndustry, Army personnel, Headstart
personnel and school principals. Common problems are identified and ideas l
are shared.

Jackson State College is privileged in being able to use the facilities
of the Adult Basic Education Curriculum Laboratory of the Jackson City Schools.
This curriculum laboratory is located very near the college campus, and can
be utilized by the adult education staff. Graduate students visit the classes
held in the lab during the day so that they might gain firsthand ;xperiences
in teaching the adult student. In August, ome student received a degree and

is planning to do advance graduate work in adult educatiom.

Tramngfdr New and Inexperienced Teachers -~ An institute was held

July-August, 1970, for nev and inexperienced teachers of adult basic educa- |
tion. Teachers, who had no training or a‘very minimm of training in working :
with the adult students, participated. All areas of the state were repre- |

gsented by the participants. The teachers involved in the institute were

€
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exposed to problems that might be encountered in the classroom, and vere
made awvare of available materials and the content ’that is used in the pro-
gram,

Following the institute, teachers were asked to‘ indicate needs they
felt still existed so that further training might be planned. They indi~
cated a need for additional help in acquiring the skills needed for teaching
teading. A two-day follow-up workshop was held eight months after the
institute. The participants disoussed how maningful the initial training
had been and received additional instruction in the teaching of reading.
Methods vere discussed for preparing the new and inexperienced teacher to
instruct adults in a meaningful way.

Relationships with Other Agencies and Organizations - The staff has

provided continuing consultative services to the local programs whenever
it 1s needed. _Teacbers vho participated in the training institute have
been encouraged to take advantage of the services available to them. The
staff has assisted the participants in problems they have encountered, and
as a result the staff has attempted to adjust the contents of the various
course ;fferings.

Contacts have been..?__qde_{_v!,vlf}l_:.v local programs. Rapport has been established
between the college and ioca;l programs and teachers. Assistance has been
offered programs that are funded by means other than the Mississippi State

Department of Education. These programs involve wvorking with the adult

. education staff, also.

Mississippi State University

Te adult basic education activities at Mississippi State University
have centered around three main areas: (1) the development of a graduate
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studies program in adult education, with adult basic education being a major
component, (2) providing training for experienced ABE staff menbers, and

(3) developing communication chamnels and vorking relationships with other
agehcieo and organizations which can make positive contributions 'to the

ABE program,

Graduate Studies Program - Although the graduate studies program includes
education in other areas of adult education, ABE has played a significant
part in the development of the program. Courses have been offered both on
campus and off campus in order to provide local ABE staff an opportunity
to increase their capabilities in the program, and to enable local teachers
and supervisors to acquire sufficient graduate credit to meet forthcoming
certi'fication standards in adult education in Mississippi.

One of the greatest benmefits to the graduate studies program has developed
through the interchange among the instructor and students in the graduate
class. Through this 1nterchange,‘ the instructor has been able to upgrade
some course content as a result 6f the experiences of the ABE staff members I
who have been enrolled in the gradmte courses., The success and failures
of local staff in past attempts to implement ideas developed in class have
been most helpful in the development of follow-up efforts to further improve
local programs. . |

Two former ABE teachers have completed their studies for a master's ‘
degree with a major in adult education. Each has jo!ned the staff of a E
community college within the state and has been assigned a major responsi-

bilit; for developing the adult eduéation program within that institution.

In addition, other local ABE program staff members are pursuing the master's ;
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degree or certificate of specialization (master's plus 30 hours) with a
major in adult education, Through these efforts, it is hoped that quali-
fied individuals will be available for leadership positions in the ABE

program in Mississippi when the opportunity is provided.

Training for Experienced ABE Teachers - The staff of the graduate studies
program has provided continuing consultant services to local ABE programs
whenever they have been needed. Much of this assistance has been in the
areas of program evaluation, testing, placement of students, and recruitment.

In addition, in 1970, a trﬁining institute for experienced A%F teachers
and supervisors was held at Mississippi State University. The participants
were selected, to the extent possible, on the basis of their place of resi-
dence so that each of the four gec;graphic quadrants of the state were repre-
sented. Each of the participants in these groups was then provided education
and training in ome specific area of the ABE program--reading, counseling,
administration, etc. This was done in order to assure that there would then
b-e individuals Vithi;‘l that quadrant qualified to lend acsistance to the local
staff who needed to solve that particular problem. Not only did this provide
trained personnel who were aiready at the local level of program operatiom,
it enabled the university and state department staff to 'extend" their resources

and expertise to a much wider geographic area within the state,

L Relationships with Other Agencies and Organizations - During one of the

off-campus courses, group reports concerning adult education activities were
being presented by students in the class. One group, comprised of staff
of the Cooperative Extension Service, described a relatively new activity

for working with disadvantaged adults entitled "The Nutritiomal Aides Program."
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During the discussion which followed, some of the ABE teachers in attendance
expressed a desire to tnllow up with the extension agents on this program.
They believed that the extension aides were in contact with people in need
of adult basic education. PFollow-up activities proved they were correct
and in at least ome county, the aides began to encourage the participants

in their program to enroll in the ABE program. In successive activities
with both the Cooperative Extension Service and the ABE program staff, the
coordinator of the graduate studies at Mississippi State University has
encouraged each agency to assist the other whenever poss'ible in their mutual
endeavors to provide assistance to the under-educated adult.

In addition, the adult education staff at Mississippi State University
has assisted in the planning of adult basic education programs for the
Mississippi Band of Choctaw Indians. Agencies involved in this cooperative
effort included the Mississippi State Department of Education, Bureau of
Indian Affairs, Mississippi State University, Choctaw Indian Agency, and

the Mississippi Band of Choctaw Indians.

The University of Southern Missiasippi .

The University of Southern Mississippi is recognized throughout the
state for its outstanding Reading Center. Staff members of the Reading
Center are cognizant of the nee"d of training teachers in instructing reading
{n adult basic education classrooms. Plans were made to utilize the staff
of the Reading Center in traiming adult basic education teachers in the
specialized skiIls of reading.

The location of the institution places it in a strategic position to

serve the teachers in the entire southern portion of the state.
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Graduate Studi:s Program - There is not a degree program offered in

adult education, and plans do not call for development of such a program,
Through graduate courses offered by the Reading Center, teachers may become
knowledgeable of the read'i.;g skills needed by adults in the basic education
classrooms. Teachers may take these courses for self-improvement or they
may use them for meeting certification reguirements i the future.

The Education Department also offers courses 1n‘ \adult education. These
are general adult education courses, but emphasis is given to adult bas'ic
education because of the interest that has been shown.

Training of Teachers - The R:ading Center developed a Reading Materials

Resource Center for Adult Basic Education. This resource center will be

ma intained and housed in the facilities of the Reading Center and is available
for teachers throughout the state, Materials can be taken to various pro-
grams for demonstration purposes, and the center will be available for teachers

from programs in the area.

A Handbook for Teachers of Reading in Adult Basic Education and a Book

of Readings for Teachers of Reading in Adult Basic Education were produced

by the staff for each teacher in the ABE program.

A student, who formerly worked in adult basic education, has received
a bachelor's degree, and is now enrolled at another university pursuing a
master's degree with a major in adult education.

An institute was conducted for thirty'r'-"(30) teachers in June, 1971, All
sections of the state were represented by participants. The participants
were trained in the area of reading for adult basic ec:.ucation. Some of the

participants were to become members of the training teams that were being

)
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developed at Mississippi State University. All participants were trained
to develop in-service programs in reading and were prepired to assist in

local in-service training programs,

Other Services - The staff has assisted various programs in their in-

service training sessions. Persomnel has been provided to a.nist programs
in establishing and improving \thei.r reading programs. Demonstrations are
given and evaluations of programs are made,

From working in the field with vari_ous programs, the university has
been made aware of the needs of teachers t’ at can be provided through campus
courses and off-campus seminars, After visits to local programs, the ser-
vices offered by the Reading Center are brought "in-1ine" with the situations

found in the classroons;

»

Conclusion - Through the cooperation of these institutions training
has been made available to the adult education teachers of Missifwippi. The
training received by most of these teachers would have been limited or nomn-
existent without the services offered by these institutions because it would

not have been available in their \locat-ion.

Larei

Local programs can ask for assistance from the State Department of

Educatioﬁ, university staff members, or other programs because of the_develop-

S - e,

ment of trained staff members. There are teachers, within each local program,

with some training, who are now capable of offering leadership to the untrained

teachers in their program.
The State Department of Education staff secures assistance from univer-
sity staff members and local pr&gr&n personnel in conducting workshops and

conferences in the variou; geographic areas of the state. This alleviates

-1.

-




the need of having to look to other states to furnish the needed program
personnel for training sessions.

A very valuable service is provided by these institutions in certify-
ing teachers in adult education. Certification will be required» in Septem-
ber, 1973, for ;11 full- and part-time teachers in adult education programs.

These requirements can be met through courses and seminars on and off campus,
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" 'The Development And Refinement Of A
Delivery System For Local ABE In-Service Training
In South Carolina

Robert E. Snyder
Assistant Professor of tducation
Coordinator, Adult Education Program
University of South Carolina

Nancy Hammett
Reading Specialist
Office of Adult Education
South Carolina State Department of Education

Introduction

During the past two years, greater emphasis has been placed on the
development of all levels of leadership in adult basic education. Efforts
in staff development have been stimulated by funds made available to the

state of South Carolina through a regional ABE grant administered by SREB.

Purpose
While all phases of staff development have been analyzed utilizing

these funds, particular emphasis has been placed on developing the local
capability to provide quality in-service opportunities for local ABE per-
sonrel (teachers and administrators). In this article we will ‘be discussing
an approach to meeting the ever-growing demands for such training. Spec'ifi-
cally, it is our intent to desczibe the historical evolvement of the mechanism
to proviie staff development activities in South Carélina with special
reference to local in-service training. The original plan for the delivery

system, how and why it was modified, and future directions will all be

included in this brief discussion.
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Historical Evolution

Initia) Design

In 1968 plans were conceived to more adequately meet the needs of local
personnel in providing quality ABE instructiom. The plans focused on the
use of specially trained teams of teachers/administrators who could serve
as resource personnel within a geographical district of the state, Each
team would be composed of individuals competent in the specialized areas
of ABE--communication, computation, and social living skills. Each team
would be on call to provide the special types of training identified by
local ABE program personnel, All or part of the team could be utilized in
in-service activit':'ies dependent on the type of request received from local
programs.

Training for the teacher-trainers was accomplished through two insti-
tutes held in the summer of 1969. These institutes focused on developing
competency in the knowledge components of each of the lsp'ecializeil areas.
Relevant knowlédge .for the areas was compiled in a resource book for teacher-
trainers. This resource contained a synopsis of information on the various
topics, recommended techniques fof teacher-tréining, and appropriate resources
for the topical areas.l s

Tentative assignments were made for the 90 institute participants into .
ten teacher-training teams. Post and follow-up institute evaluations revealed
that the majority of participants believed addition}training would be re-
quired before they felt qualified to conduct in-service training. This feeling

might, in part, be explained by the emphaasis placed on the knowledge component

of the various topical areas rather than the practice componenf of utilizing
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that knowledge in in-service activities. Consequently, only a handful of

participants felt qualified to conduct the training. :

First Year Activities

For all practical purposes, only about five teams were active in in-
service endeavors in the 1969-70 year of operation. Many were used in local
training efforts, while most were utilized as resource people for the four |
field courses established by the University of South Carolina. The evalua- '
tion of the team members' performances was generally favorable. Two factors ;
militated against the use of the teams (individually and as groups) as trainers.

First, most local coordinators continued to call upon the state ABE staff to

provide 'canned" programs of in-service. These coordinators were either

unaware or unwilling to utilize the training teams for in-service activities.
This situation was further complicated by the fact that much of local 1in-
service training had been accomplished prior to the establishment of an ade-
quate assignment system for the training teams. Second, administrative
considerations militated against the effective use of the team members. In-
service was often neld at times when trainers were not available due to
distance, travel time or conflicting schedules. Another administrative item
(funding for time spent and travel expenses) was not solidified early enough

in the year.

First Year Evaluation

T{ms, the teaching teams enjoyed only limited success during the first

year of operation because of perceived training deficiencies, lack of local

acceptances of the teams as teacher-trainers, and various administrative

complications.




What was learned from the first year's experiences using teacher-

training teams? Apparently several factors:

1. Experiences in gaining knowledge about specific topical areas by
trainers is insufficient to guarantee quality in-service.

2. Selection of teacher-trainers must be based not only on their .
ability to comprehend a body of knowledge but their ability or
capability to translate that information into meaningful in-service
activities.

3. Teacher-trainers must be somewhat familiar with planning techniques
for in-service in addition to implementation techniques for in-
service.

4. Local coordinators must be informed and sold on the utility of

teacher-trainers available,

These factors provided the incentive to modify the second-year design

for training teacher-trainers,

Second Year Design Modifications
‘ !
To provide more extensive training experiences for trainers, a second

institute was held at South Carolina State College in the summer of 197_0.2
This institute was designed to promote or refine the skills needed by tfainers
to assist both in the planning of local in-service activities and in imple-
Qent:ing such plans. Participants were screened more closely and selected

on their ability or capability to work with local progrm in planning and

presenting in-service activities. Many of the participants had proven them-

selves the previous year as trainers while others appeared to possess the

necessary potential. .l
|
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Emphasis in this institute focused on the methodology of planning in-
se1;vice in conjunction with local program personnel and in refining presenta-
tion skills through micro-teaching experiences. These problems became the
foci for preparing instructional units by each trainer, The video tape
recorder (VTR) was used extensively to tape the units and ppovide feedback
to trainers about their instructional behavior. Each teacher presented the
units twice before the camera.

A local coordinator and representatives of his staff were interviewed
to help determine what training needs were most crucial and to establish
priorities for these in-service needs. Teams, representative of all content
groups, reacted to this interview and developed what they thought would be
a comprehensive training program for this particular ABE program. Thus,
this (nstitute utilized what had been gained from the previous year's ex-
perience to prepare teacher-trainers in a more coti'prehensive manner.

During the annual coordinators' conference, the coordinators were in-
formed of the availability of the teams for in-service. They were also
strongly urged to utilize them in planning for the coming year's training

activities. What they were not told is the mechanism for obtaining these

services (a question unresolved by the in-service planning staff at this
time). A tentative mechanism was proposed~-local coordinators would make

their requests known to the four area supervisors on the state ABE staff.

Second Year Activities |

Requests for in-service assistance were channeled to the area supervisors

who made tentative selections of teams or team members to provide in-service

activities to local programs. A substantial increased use of trainers was
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noted (but still not to the degree expected). Little preplanning by trainers
with local program coordinators was evident due to administrative problems.
The trainers often could not be freed from their local ABE responsibilities
to assist the local program in planning. Tine and distance precluded this
preplanning in many cases. In other. s_it:uat:ions, local coordinators perceived
the trainers as implementors, not planners (a recurring problem from the
first year). In other cases, local coordinator preferred the time-tested
method of bringing in state staff to handle the 1n-s;=rvice training.

One other development requires consideration. The untimely illness of
the college instructor in adult education required the extensive use of
trainers as resource persons in three graduate adult education courses. The
evaluation of the trainers' efforts by the participants was highly favorable.
Thus a potentially difficult situation was alleviated by the timely and |

effective use of existing training resource personnel.

Second Year Evaluation

1. While local in-service and extension/campus course involvement
increased during the second year, the full utilization of trainers has yet
to be achieved.

2. Resistance to using trainers as planning resources still exists
(either overtly or covertly).

3. A modification in the handling of in-service requests was insti-
tuted during the second year. All requests gte now chammeled to one individual

on the state staff. This individual is personally aware of the qualifications

of each trainer and makes recommendation for appropriate trainers to meet

specific local requests.
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4, The funding arrangements for compensating trainers has proven to
be quite adeciuat:e.

5.. mhe use of trainer teams as such has been reduced in favor of indi-
vidual member usage. This has been necessitated by the specificity of most

in-service activities and a lack of comprehensive local evaluation of train-

ing needs.

Future Directions

A

The selection of trainers is being done on an individual basis with
training being provided through formal course work or experiences gained
from special project work. The trend has been toward quality of selection
rather than quantity., This c¢rend will continue.

Extensive plans for providing in-service to local coordinators through *
a three-day workshop are being finalized. Included in this workshop will
be plans for next year's in-service training needs which are based on the :
more current local data., Area supervisors from the state staff will be .
available as resource persons to suggest strategies for in-service and pro- »
vide information on available resources (including trainers) to assist the
final plans for in-service activities, It is anticipated that this mechanism
wi]:1 help lower resistance to requesting planning assistance by qualified
training personnel. Secondly, it is anticipated that the coordinators will
further appreciate the potential value of such trainers for all types of
in-service activities (formal meeting, local center seminars, discussions

of professional literature and formal university/college courses),

The expansion of graduate training in the state :.ould contribute to

the additional supply of trainers (particularly in the area of planning




techniques for in-service). A concerted effort is being made to make these
field experiences by graduate students an integral part of their advanced

training.

Summary

Thé pianned (and sometimes unplanned) development of teacher-trainers
to effect higher quality in-service training has been briefly discussed.
The description of the procedures and the results can serve as a learning
experience to.the readers (as it has been to those involved in the process).
Difficulties in other similar state plans can be anticipated in\circumvggted
based on our experiences. Success is evident but not to the degree expected.
Problems in the area of released time for trainers, funding arrangements
after grant funds are withdrawn, need for more qualified trainers, and the
continuing need for coordination and cooperation among all levels of ABE
leadership still exist in varying degrees. Experiences in promoting this
delivery system for local in-service training has become the source of many
learning opportunities for the personnel involved. It is hoped that it will
serve others in the region and nation as a case study for their continuing

professional training.
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NOTES

1Teacher Training Syllabus., (Columbia: University of South Carolina),

1969 (Unpublished). p
. 7

2Allen L. Code and Robert E, Snyder. Adult Basic Education Institute
Report and Evaluation. (Orangeburg, S.C.: South Carolina State College,

1970).

| 66

, 65




Supervisory ffaining In Adult Basic
Education In Tennessee (

Donnie Dutton ;
Director of Adult Education |
Memphis State University

Billy Glover

Sup&gvisor of Adult Education
State  Department of Education

One of the major provisions of the Southeastern Regional Adult Basic

Education Project:1 is the enhancement of the State Department of Education's
in-service.leadership capability. To comply with this provision, as well

as the other components of the project, a Staff Development Committee was
created.2 One of the many functions of this committee was in the area of i
supervisory training. Local ABE supervisors in Tennessee, with few excep-
tions, are part-time adult educators; that is, they perform their role in
adult education on a part-time basis in addition to their normal full-gime
occupation. Virtually all of the ABE supervisors were not trained in the
various aspects of adult education at the time of their appointment but
received their education in the traditional aspects of teaching and super-
vising children. As the Staff Development Committee examined the entire
area of ABE supervision further, it became evident that no attempt had ever
been made in Tennessee to assemble all of the local ABE supervisors into

a central meeting place for educational instructionm. Therefore, reinforced
by comments from local supervisors, TAPCAE’ and TAEA4, the committee recom-
mended that the state staff convene such a conference during the 1970-71

fiscal year, and the recommendation was accepted.
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Following this decision a pianning comiirtee was appointed consisting
of representatives from the State Department of Education, the universities,
and local ABE personnel, As a result of several meetings, the planning
committee made the following decisions:

1. A Statewide ABE Supervisors' Conference: would be held at Memphis
State University, August 10-12, 1970; participants would be housed
in university facilities.

2. Administration of the conference would be a joint function of Memphis
State University and the State Department of Education, with primary
responsibility being allocated to Memphis State University.

3. Recruitment would be the responsibiiity of the State Department
of Education, |

4, Financing would be the function of the Tennessee State Department
of Education and the Southem Regional Ef’?ucation Board, Atlanta,
Georgila.

Based on the needs of the local ABE supervisors as suggested to the
planning committee, the objectives of 'he conference were for the partici-
pants to acquire an understanding of:

1. The "role" of local supervisors in administering adult basic educa-

tion programs ' ' i

2. The purpose of the adult basic education program from both federal
and state levels \

3, The guidelines and plans, both federal and state, under which local
supervisors have to operate

4. The financial system under which local adult basic educution pro-

grams must operate
| 68
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5. The Southern regional concept of teacher-t_raining as administered
by the Southern Regional Education Board ):
6. The concept of teacher-training within the State of Tennessee,
both academic and non-academic : !
7. tThe concept of curriculum development in adult basic education ;

8. The results of the Tennessee evaluation of adult basic education

- a2t 2 e +

programs conductéd recently by Memphis State University.

Once the planning committee had agreed on the overall objectives, the
task of designing learning experiences that would give each participant an
opportunity to achieve the objectives was commenced., The decision was made
to secure speakers competent in the areas implied in the aforementioned

established objectives. The speakers would be given a generai outline of

N e

what the planning committee expected them to cover; however, the actual
design of the learning experiences was to be left to the discretion of each
speaker, except that he was to build in some means for audience interaction.
The decision was made to utilize regional talent since it was felt that HEW
Region IV contained some of the most competent adult educators in the nation.

The central theme of the conference was to revolve around the supervisory
roles of the ABE supervisors relative to administering ABE programs (Objective
One). Dr. Don F. Seaman, Director of Adult Education, Mississippi State

University, was secured for this task. The different roles to which he was

to allude would touch on all the roles ftplied in the other objectives that
the planning committee had established (Objectives Two-Eight). Then, the
remainder of the program would be based on an in-depth analysis of these

roles (in-depth in as far as limited time would allow).




Instruction on the role of the supervisors regarding their responsi-
bility for interpreting and administering the purpose of ABE programs, federal
and state guidelines, and fiscal matters was assigned to the state department
staff (Objectives Two, Three, and Four). Since there was considerable in-
terest expressed in knowing more about budgeting, guidelines, processing of
forms, and the like, it was felt that the state staff would be the most apbro-
priate source for designing these learning experiences, ‘because they were of
direct concern to the state staff due to the necessity for filling out proper
forms and so forth.

Another major role of supervisors for which Seaman was to build a base
was that of providing in-service training and promoting further university
academic study. It seemed imperative to furnish the supervisors with a broad
base of understanding relative to the Southern Regional Education Board's
concept of teacher—training in ABE (Objective Five). Dr. Ed Brown, ABE Project
Director, Southern Regional Education Board, agreed to perform this task
and elaborate on the different components of the model for ABE staff develop-
ment in HEW Region 1V.
| ""“Interest had also been expressed in ascertaining the proper perspective
of the State of Tennessee in this regional concept (Objective Six). The
gtate staff and university adult educators at the three participating univer-
sities (Memphis State, Tennessee State,\and University of Tennessee) we:é
assigned this task. The state staff was to emphasize the prbcedﬁre whereby
the components stressed by Dr. Brown were being ”and would be implemented in
Tennessee. - The university adult educator's were to indicate the role of the
university in local problem-solving and in-sefvice activities, as well hs

the nature of their academic programs in the area of adult education.

i

|
!
{
¥
|
!
,s




Another concern of supervisors to which Seaman was to allude was that
of curriculum development in ABE (Objective Seven), Flora Fowler, Graduate
Assistant and ABE Reading Specialist at the University of Tennessee, agreed
to perform this task, Her emphasis was to be on the importance of making
the curriculum a functional one; that 1is, one in which the fundamentals of
basic education would be related to real life problems of ABE students.

The last of the roles toward wvhich the conference would be directed .
was evaluation (Objective Eight), Most of the supervisors had partic;ipated,
either directly or indirectly, in the statewide ABE evaluation study that
had recently been conducted by Memphis State Univers:it:;;r.5 Much interest
had been expressed in the outcome of this study; therefore, the evaluation
project director agreed to give & synopsis of the major findings as well as
furnish copies of the entire study.

With much planning from the committee, a program finally evolved based
on a series of learning experiences designed to'accomplish the aforementioned
objectives (see Appendix‘. In addition to the presentations made by the
speakers, with provisions for audience interacticn a part of their design,
small group sessions were scheduled to enhance the learning process (se?
program in Appendix).

Much discussion and preparation went into the evaluation phase of the
conference. The. conference staff é.s well as other designated persons wére
1nstructed‘ ;'to keep an.ear close to the ground" regarding any favorable or
unfavorable comments by the participants, particularly unfavorable ones in

order that immediate adjustments could be made if possible. 1In additiom,

" at the conclusion of the conference, a comprehensive evaluation iustrument




was administered to the participants,

The instrument was designed to gather

demcgraphic data about the participants; their reactions to statements about

the physical facilities, objectives, and the program; their interest in the

topics covered; and their rating of the speakers, They were asked to indi-

cate the strengths and weaknesses of the conference and list topics of concern

for future conferences of this type.

the administration of the Kropp-Verner Evaluation Scale,

6

The final phase of the evaluation was

Relative to a summary of the evaluative items in the'questionnaire, it

1.

3.

4.

5.

was found that:

7

The mean score of items designed to ascertain the degree
faction with physical facilities provided was 4,56,
The'm.ean score of items designed to ascértain the degree
faction with objectives of the conference ﬁas 4,11,
The mean score of items designed to asceftaiir:x the degree
fa;:tion with pfogram content and operation was 4._26.
The mean score of items de_signed to ascertain the degree
in the topics covered was 4;19. | |
The mean score of items designed to ascertain the degree

ness of the speakers at the conference was 4.15.

of satis-

of satis-

of satis-

of interest

nf effective~

The overall value of the conference, as measured by the Kropp-Verner

Scale, was 3, 28,8

Based on the evaluation results, it was concluded that the conference

was very successful, The responses to the evaluative items in the question-

naire were heavily skewed to the positive side. If all of the scores for all

evaluative items in the questionnaire were combined, the mean score for the

12
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conference was 4.21 out of a range of one to five, with five being a per-
feét positive sc:ore.9
ﬁeavily supporting this conclusion were the results of the singular
item in the questionnaire asking the participants to rate the overall
effectiveness of -t:he conference, The mean score for this item waé 4,37 out
of a range of one to five, with five being a perfect positive score.
Another index supporting this conclusion was the written comments of
the participants relative to the strengths of the conference., The strengths :
1‘1st:ed most often, in order of frequency mentioned, were as foliows:
1. Everything was well planned and organized.
2, Program was well‘coordinat:ed, ’:conaulpants_ well prepafed, and the
information was pertinent to our neecis.
3. Problems and questions of supervisors wére answered, particularly
their roles and how to int:erpref: forms and solve budgéﬁiﬁé problems,
Regarding comments as to weaknesses, the only pred‘ominant: coment was
lack of time, |
Relative to topics that need to be covered in future workshops, the
subject listed most often in order of importance were as follows: |
1. Curriculum planning
2, Materials selelct:ion

3. Extensiqn of topics presented at this conference, particularly

- finance, forms, etc,~~keep us up-to-date.

Recommendations

Based on the previous experience of this conference for providing

supervisory training, without any indication of order of importance, the

L)
writers would offer the following recommendations:
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Be sure that a representative planning committee is formed to

provide input iﬁto the final product; This means representatives
from the State Departmént of Education, universities, and local
supervisors. ~ No exact distribution is offered; however, local
supervisory repreéentation should not be a token matter. MRe
the total planning committee large if necessary and then delegate
the final detailed work to a bsmaller subcommittee for efficiency.

All people who are to be affected by change (program of education)

like to have some say regarding the process. ‘Therefore, if possible,

the planning committee should be supplemented by designing a simple
survey instrument to be mailed to every superyisor regarding hiﬁs
desires relative to the "makeup" of the program. This provides
total involvement and gives the planning commit:t:eé a sounder base
from which to formulate the final training process. |
1f at all possible, hold the traininj ‘gegsion on a college or uni-
versity campus or involve univérsit:y personnel in the planning and
administering of the training program if it ie to be held el".sewhere.
This focuses university at:t:ent:ion on the field of adult education
and, hopefully, it will enhance ef]forts in this direction by insti-
tutions of higher learning. Conséquer}tly, the many resoﬁrces of
universities can be combined wilth those of state and local systems
in the formulation, implementation, and evaluation of an excellent
ABE program. |

The state department staff must maintain a certain degree of control

over the program due to fiscal matters. However, remember that the
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5.

6.

program is primarily to aid in solving problems of supervisors,
and their input into the planning process should be of utmost
importance, This by no means implies that the only thing covered
in a supervisory training session will be those things mentioned
by supervisors. However, it does imply that this is an excellent
starting point for building a successful training program.

Ample small group sessions should be provided for interaction
émong ti‘ze participants relative to topics covered in the program,
However, additional small group gessions must be planned simply
for the supervisors to interject problems that have not been in-

corporated in the program design. The problems referred to here

‘are those that the supervisors want to discuss among themselves,

with the state staff, or with university personnel, No special
effort need be made for '"dragging these out"; yet, the opportunity
shouid exist for the supe‘rvisors to vocalize them should they be
so inclined.

The importance of adequate fac':iiitle.s cannot be overemphasized.
The eﬁtire atmosphere of the conference was affected positively
because of the excellent facilities that were available to the par-
ticipants. This, no doubt, placed them in a better frame of mind

as they encountered the learning experiences provided.
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NOTES

1Opemt:ed by the Southern Regional Education Board and the State De-
partments of Education in eight states--Alabama, Florida, Georgia, Kentucky,
Mississippi, North Carolina, South Carolina, and Tennessee--and funded by
the U.S. Office of Education.

2'I‘his Committee is composed of the State Department of Education's
adult education staff (five members), university aduli educators (four mem-
bers, including one from Memphis State University, two from Tennessee State

University, and one from the University of Tennessee), and local ABE personnel
(six members representing the geographical regioms of the state--west, middle,

and east).

3Tennessee Association for Public Continuing and Adult Education, an
affiliate of NAPCAE.

4'I‘ermessee Adult Education Association, an affiliate of AEA of USA.

5This was a comp ‘ehensive study of the progress of adult basic educa-
tion programs from 1965-69 in Tennessee, It was condu:ted by the Bureau of
Educational Research and Services, Memphis State University, with the assis-
tance of the Adult Education Departments of Memphis State University and the
Tennessee State Department of Education.

6Russell Kropp and Coolie Verner, "An Attitude Scale fechnique for
Evaluating Meetings,”" Adult Education, Volume VII, No. 4 (Summer, 1957),
pp. 212-215. - .

7'I‘he mean scores for these items were obtained using one or the other
of the following scales: -

S5=Strongly agree 5=Very high
4=Agree 4=High
3=Undecided 3=High
2=Disagree ) 2=Low
1=Strongly disagree 1=Very low

' 8This score was not based on either of the two scales listed under
footnote number seven. It was based on a scale devised by Kropp and Verner,
whereby the most positive score available is 1.13 and the most negative score
possible is 10.89; thus, the lower the score, the better the rating.

P
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9The Kropp-Verner Score is not included in this since it works in
reverse order; that is, the closer the score approximates one, the better
the rating.




N T AT o} RIS DT AV s oy

PROGRAM FOR TENNESSEE
ADULT BASIC EDUCATION SUPERVISORS' CONFERENCE

ROLE OF LOCAL SUPERVISORS

Dr. Don F. Seaman
Director of Adult Education
Mississippi State University

ABE ACT, FEDERAL AND STATE PLAN

Mr. Charles Kerr
Coordinator of Adult Education
State Department of Education o

PRACTICUM ON STATE GUIDELINES AND PLAN

Mr. Charles Bates

Mr. Luke Easter

Mr. Billy Glover

Mr. Charles Holt

Regional Supervisors

Adult Education

State Department of Education

ADMINISTRATIVE FORMS AND FINANCING
Mr. Charles Kefr " -
SOUTHERN. REGIONAL CONCEPT- OF TEACHER-TRAINING IN ABE
Dr. Edward T. Brown
ABE Project Director L
Southern Regional Education Board
Atlanta, Georgia
TENNESSEE REGIONAL CONCEPT OF TEACHER-TRAINING

Mr. Charles Kerr

78

79




TENNESSEE UNIVERSITIES' ADULT EDUCATION PROGRAMS

Dr. Donnie Dutton
Director of Adult Education
Memphis State University

Dr., James Farrell
Director of Extension and Continuing Education
Tennessee State University

Dr. John Peters
Director of Adult Education
University of Tennessee

PLANNING LOCAL IN-SERVICE PROGRAMS
Dr. John Peters

CURRICULUM DEVELOPMENT IN ABE
Mrs. Flora Fowler

Graduate Assistant and Reading Specialist
University of Tennessee

TENNESSEE ABE EVALUATION STUDY

Dr. Fred Bellott, Director
Bureau of Educational Research and Services
Memphis State University

PRACTICUM ON APPLICATION OF EVALUATION RESULTS

Mr. Charles Bates
Mr. Luke Easter
Mr. Billy Glover
Mr. Charles Holt

- CONFERENCE EVALUATION

Dr. Donnie Dutton
Mr, Billy Glover

I3
’
¢

i on Adult Educati?m

ERIC Clearinghouse

FEB15 1370

.

79 | 80




